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Using vocational choice and social dominance theories as theo-
retical frameworks, the authors examined the effects of ideology/
role congruency on differential institutional rewards. The
authors reasoned that congruents (i.e., individuals high in
antiegalitarianism in hierarchy-enhancing [HE] social roles
and low in antiegalitarianism in hierarchy-attenuating [HA]
roles) would receive higher institutional rewards than would
incongruents (i.e., individuals high in antiegalitarianism in
HA social roles and low in antiegalitarianism in HE roles).
Furthermore, it was predicted that ones continued exposure to
the university environment would increase the probability of
being a congruent. The authors used a large sample of university
students, with grade point average as the operationalization of
institutional reward. Role was defined as the students major,
and antiegalitarianism was defined by a classical racism scale.
As expected, (a) everything else being equal, congruents received
higher grades than did incongruents, and (b) the probability of
being a congruent increased with university experience.
The assumption that the congruence between work-
ers personalities and job types is associated with greater
job satisfaction and occupational success has been a
major theme within vocational psychology for some time
(see, e.g., Gottfredson & Holland, 1990; Henry, 1989;
Holland, 1959, 1966, 1985; Mount & Muchinsky, 1978;
Posthuma & Navran, 1970; cf. Tranberg, Slane, & Eke-
berg, 1993). Vocational psychologists have shown that
not only is there a strong correspondence between an
individuals abilities and interests and the environment
in which he or she works but also that individuals tend
tobemore satisfiedwhen there is such a correspondence
(e.g., Mount & Muchinsky, 1978; see Holland, 1996, for
a review).
Although much of the work on congruence between
an individual and his or her work environment focuses
on the labor force, similar effects are observed at the
college level. Such studies have found that college stu-
dents aremore satisfiedwhen their interestsmatch those
of their major field (e.g., Nafziger, Holland, & Gottfred-
son, 1975; also see Helms & Williams, 1973). Other
studies in education have found that experience within
a field tends to increase the congruencebetween student
and environment. For example, nationwide summer
programs developed to encourage high school students
to enter engineering resulted in students with high po-
tential for engineering (asmeasured bygrades, interests,
and preparation), increasing their intentions to enter
the engineering field, whereas those with little potential
decreased their intentions to enter the field (Richards,
Williams, & Holland, 1978).
Although researchers in vocational psychology have
emphasized the importance of the fit or congruence be-
tween the individuals general interests, aptitudes, and
work environment, they have paid little or no attention
to the fit between ones sociopolitical beliefs and the
sociopolitical environment in which one is to work. Not
surprisingly, however, specialists in the nature and func-
tion of political ideology have paid substantially more
attention to the fit between the individuals ideology and
the environment within which the individual works and
lives. For example, Rokeach (1960) argued that not only
do people with different personality types have different
belief systems but also that different environments lead
to the development of different belief systems. A synthe-
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sis of the literature on belief systems with that from
vocational psychology would suggest that the congru-
ence between ones sociopolitical beliefs and the domi-
nant sociopolitical beliefs within the environment in
which one works should also be important for ones
success and overall job satisfaction.
Social dominance theorists have made recent efforts
to explore the congruence between the individuals ba-
sic sociopolitical values and the social roles in which the
individual functions. Social dominance theory asserts
that societies tend to be organized as group-based social
hierarchies with one or a small number of socially con-
structed groups at the top of this hierarchy and one or a
number of other socially constructed groups at the very
bottom of this hierarchy. Because the nature of this
group-based structure is essentially arbitrary, these hier-
archies can be based on ethnicity, race, clan, economic
class, or any one of a number of other arbitrary and
socially constructed group distinctions. Social domi-
nance theorists maintain that such hierarchies are ac-
companied by two types of belief systems: hierarchy-
attenuating (HA) belief systems and hierarchy-enhanc-
ing (HE) belief systems (Pratto, Sidanius, Stallworth, &
Malle, 1994; Sidanius, 1993; Sidanius, Levin, & Pratto,
1996; Sidanius, Pratto, Sinclair, & van Laar, 1996). HE
belief systems are defined as those that provide moral or
intellectual justification for the establishment ormainte-
nance of hierarchical and antiegalitarian relations
among social groups. Examples of HE belief systems
would be ideologies such as classism, sexism, aggressive
nationalism, and racism. HA belief systems, on the other
hand, are defined as those that act in the defense of
relatively weak and subordinate social groups and that
facilitate a more egalitarian allocation of positive social
valueacross social groups.Examples ofHAbelief systems
would be ideologies such as the universal rights of man,
socialism, and racial egalitarianism (for a more detailed
discussion of HE and HA belief systems, see Sidanius,
Levin, et al., 1996).
Not only does social dominance theory (SD theory)
suggest that belief systems can be classified as HE orHA,
but SD theory suggests that social roles and institutions
can be classified in this fashion as well. HE social institu-
tions and social roles are those that tend to facilitate the
disproportionate allocation of positive social value (e.g.,
high income, prestigious jobs, quality education, good
housing, and good health) to members of dominant
social groups and to allocate negative social value (e.g.,
prison sentences, torture, capital punishment, poor jobs,
inferior education, poor housing, and poor health) to
members of subordinate social groups. Examples of HE
social roles and institutions are (a) criminal prosecutors,
(b) the penal system, (c) police and internal security
forces (e.g., FBI, KGB, Stassi, Shin Bet, Tonton Ma-
coutes), and (d) corporate firms and their executives.
SD theory suggests that the more powerful these HE
institutions are relative to HA institutions (see below),
the greater the inequality between dominant and subor-
dinate social groups will be.
HA social roles and institutions have in common their
tendency to aid the weak against the strong and help
create greater levels of equality between dominant and
subordinate social groups. Examples of HA social roles
and institutions are (a) civil rights and human rights
organizations, (b) the public defenders office, (c) labor
organizers, and (d) social welfare organizations. SD the-
ory further suggests that the effects of HE institutions
and social roles tend to be blunted or moderated by the
activities of HA institutions and social roles. The net
result of these counterbalancing forces is relative stabil-
ity in the level of the group-based system of social hier-
archy (see Pratto et al., 1994; Sidanius, 1993; Sidanius &
Pratto, 1993; Sidanius, Pratto, & Bobo, 1996).
Most pertinent for the discussion before us, SD theo-
rists have argued that for HE and HA organizations to
function most effectively, they should be staffed with
personnel whohave personalities and ideological predis-
positions that are congruent with the social roles they
have to perform (see, e.g., Sidanius, Liu, Pratto, & Shaw,
1994). For example, within SD theory, besides serving
the widely accepted roles as the preservers of law and
order, the police and internal security forces are also
regarded as serving powerful HE social roles. These
forces not only protect life and property but also func-
tion to preserve, protect, and help reproduce the hier-
archical nature of the group-based social relations
(see also Chevigny, 1995). Because of these additional,
hierarchy-preserving social functions, SD theory expects
that important HE institutions such as the police and
internal security forces should tend to be staffed by
personnel with relatively high levels of group-based, an-
tiegalitarian values (e.g., racism, classism, SD orienta-
tion). Conversely, because SD theory regardsHA organi-
zations (e.g., social welfare and human rights groups) as
agents of group-based social leveling, SD theorists would
also expect incumbents of HA roles to be staffed by
persons with relatively low levels of group-based, an-
tiegalitarian values.
SD theorists have conducted a series of recent studies
examining the interface between group-based antiegali-
tarianism and various forms of career choice. These
studies have been most supportive of the expectations
outlined above. For example, Sidanius, Liu, et al. (1994)
found that members of the Los Angeles Police Depart-
ment (i.e., HEs) had significantly higher levels of racism
and social dominance orientation (SDO)1 than mem-
bers of the general public, whereas members of the Los
Angeles County Public Defenders Office (i.e., HAs) had
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significantly lower racism and social dominance scores
than members of the general public even after control-
ling for a number of demographic factors (e.g., gender,
age, education, social class). Similarly, using a sample of
University of California, Los Angeles (UCLA) students,
Sidanius, Pratto, Sinclair, et al. (1996) found a systematic
series of correlations between the perceived attractive-
ness of HE and HA careers and SDO. The higher the
students level of SDO, the less attractiveHAcareerswere
perceived to be and the more attractive HE careers were
perceived tobe. In addition, use of canonical correlation
analysis disclosed that perceived career attractiveness
cast a unidimensional and bipolar shadow within social
dominance attitude space.One endof the bipolar career
attractiveness continuum contained only HE careers,
whereas the other end of this continuum contained only
HA careers (see also Pratto et al., 1994; Pratto, Stall-
worth, Sidanius, & Siers, 1997; Sidanius, Pratto, Martin,
& Stallworth, 1991).
There are at least four possible and nonmutually
exclusive processes that are generally thought to pro-
duce this correspondence between the demands of so-
cial roles and the sociopolitical attitudes of personnel
within these roles: (a) self-selection, (b) institutional
selection, (c) institutional socialization, and (d) differ-
ential attrition.
Self-selection implies that persons with relatively high
levels of group-based antiegalitarianism (e.g., SDO, ra-
cism) will be more attracted toHE jobs, whereas persons
with low group dominance values will be more attracted
to HA jobs. For example, in two large samples, students
with high levels of SDO found HE jobs (e.g., FBI agent,
criminal prosecutor) more attractive than HA jobs (e.g.,
human rights advocate, socialworker). Students with low
SDO levels showed the opposite pattern (Sidanius,
Pratto, Sinclair, et al., 1996).
Institutional selection can be said to occur when peo-
ple with higher perceived levels of group-based, an-
tiegalitarianism are more likely to be selected for HE
jobs, whereas people with higher perceived levels of
group-based egalitarian values are more likely to be
selected for HA jobs. Some support for this mechanism
has recently been found by Pratto et al. (1997). They
asked samples of students and business people to make
hiring decisions when given information concerning (a)
the applicants gender, (b) the decision makers gender,
(c) the HE versus HA job experience, and (d) whether
the jobwas classified as beingHEorHA. Becausewomen
have been consistently found to have lower levels of SDO
than do men (see Pratto, Sidanius, & Stallworth, 1993;
Pratto et al., 1994; Sidanius & Liu, 1992; Sidanius &
Pratto, 1993; Sidanius, Pratto, & Bobo, 1994; Sidanius,
Pratto, & Brief, 1995; Sidanius, Pratto, & Rabinowitz,
1994), it was expected that women would be deemed
more suitable for HA roles and men would be deemed
more suitable for HE roles. The results supported this
hypothesis and also showed that this gender stereotyping
was exhibited to the same degree by both male and
female judges.
Institutional socialization can be said to occur when
persons inHE roles develophigher levels of group-based
antiegalitarianism and persons in HA roles develop
higher levels of group-based proegalitarianism as a func-
tion of the formal and informal experiences encoun-
tered on the job. There are at least two empirical studies
that speak to the power of socialization within HE jobs.
Carlson and Sutton (1974) found that police recruits
became more authoritarian as they progressed through
the police academy, and Teahan (1975) found that
White police officers became more anti-Black as they
proceeded through the police academy (for other so-
cialization effects of police work, see Butler&Cochrane,
1977; Carlson & Sutton, 1975; Hazer & Alvares, 1981;
Lefkowitz, 1977; McGahan, 1984; Sutton & Carlson,
1977; Teahan, Adams, & Podany, 1980; Van-Maanen,
1975). Similarly, there are two empirical studies that are
consistent with the notion that brutal and racist behavior
on the part of incumbents of HE roles will actually be
rewarded. For example, the Christopher Commission
(Christopher et al., 1991) report on the Los Angeles
Police Department examined the personnel files of the
44 Los Angeles Police Department officers with an un-
usually large number of civilian complaints of excessive
force, brutality, or improper tactics. In general, the com-
mission found that the supervisor performance evalu-
ations of these 44 officers were very positive and uni-
formly optimistic about the officers progress and
prospects on the force. Similarly, Leitner and Sedlacek
(1976) studied the factors associated with performance
evaluations of 52 campus police officers. After control-
ling for a range of other factors, they found that the
greater the racial prejudice of the officers, the more
positive their performance evaluations tended to be.
Finally, there is some reason to suspect that differen-
tial attrition may also be partly responsible for the corre-
spondence between the HE/HA ideologies of individu-
als and the HE/HA tendencies of the social roles they
find themselves performing. Attrition is here defined as
either voluntary or involuntary exiting from an organi-
zation. Application of the basic notions of personality/
job congruence from vocational theory (e.g., Gottfred-
son & Holland, 1990) to the domain of intergroup
relations and institutional discrimination suggests that
those in HE roles who have relatively high levels of
antiegalitarianism and groupdominance values will have
greater job satisfaction, receive more positive feedback,
and be more successfuland thus will be less likely to
leave the organizationthan those with relatively egali-
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tarian values. Conversely, among those in HA roles,
persons with relatively high group-based egalitarian val-
ues will bemore successful and thus less likely toexit than
those with antiegalitarian values, everything else being
equal.
In this study, we will further explore the issue of
congruence between antiegalitarian beliefs and
HE/HA-social roles within the university environment.
Specifically, we will explore the consequences of the
congruence between the HE social ideology of classical
racism and majoring in either an HE or HA subject
domain. Given both vocational choice and SD theory,
three results should follow:
1. Students with HE college majors should show relatively
high levels of group-based antiegalitarianism (i.e., clas-
sical racism), whereas students with HA majors should
show relatively low levels of classical racism.
2. Everything else being equal, students whose racial be-
liefs are consistent with the HE/HA nature of their
majors (i.e., congruents) should enjoy greater academic
rewards (i.e., higher grade point averages [GPAs]) than
students whose racial beliefs are not consistent with the
HE/HA nature of their majors (i.e., incongruents). This
implies that there should be a significant interaction
between ones level of racism and the HE/HA distinc-
tion in college major, with individuals high in an-
tiegalitarianism performing better in HE majors
than in HA majors and vice-versa for individuals low in
antiegalitarianism.
3. Due to some combinationof self-selection, institutional
socialization, and differential attrition processes, the
probability of congruence between students racism
and college major should increase as a function of
educational experience or tenure within the university
environment. Thus, we should find some evidence of
lowermismatchbetween racial prejudice and university
major among experienced as compared to inexperi-
enced students.
METHOD
Respondents
The respondents in this study came from a random
sample of 5,655 students from the University of Texas in
1986 in a study of teacher evaluation (Sidanius, 1989).
Confidential questionnaires were distributed at the end
of the spring semester together with the universitys
normal instructor evaluation forms and were filled out
in the classroom. The majority of the analyses use a
subsample of students (83%undergraduate, 17% gradu-
ate students) who could be classified as having eitherHE
orHAmajors (N = 955).Of this sample, 582werewomen
and 372 were men, with one student not indicating
gender. The ethnic breakdown of this sample was as
follows: White American (n = 687), Mexican American
(n = 110), African American (n = 20), Asian American (n =
29), Native American (n = 4), foreign students (n = 69),
and other (n = 36).
Variables
HE/HA majors. As discussed earlier, HE social agents
(e.g., ideologies, social institutions, social roles) are iden-
tified as those social agents that tend to disproportion-
ately benefit those groups at the very top of the social
structure (e.g., the wealthy, dominant ethnic groups).
Within American and Western society, these dominant
groups tend to be based on race, ethnicity, gender, and
social class. HA social agents are defined as those agents
(ideologies, social institutions, social roles) that tend to
disproportionately benefit or work on behalf of subordi-
nate groups or those at the very bottom of the group-
based social hierarchy (e.g., the poor, ethnic and racial
minorities).
Given themanner in which SD theory definesHE and
HAorientations, only those students whosemajors could
be clearly and fairly unambiguously classified into either
HE or HA categories were closely examined. HAmajors
were defined as those that were associated with the study
of or with beneficial activities directed toward low-status
and subordinate social groups. These groups could in-
clude low-status racial or ethnic groups, the poor, and
the chronically disabled. Therefore, any major that im-
plied help toward and sympathy with the socially weak
(e.g., ethnicminorities, the poor, the disabled) would be
considered an HA major, and any major that implied
help toward or sympathy with the socially powerful
(e.g., the wealthy, business executives) was considered
anHEmajor. Examples of collegemajors falling into the
HA category are fields such as (a) special education, (b)
social work, and (c) African and Mexican studies. HE
majors, on the other hand, were identified as any major
that is associated with strong identification with or activi-
ties directed toward powerful and dominant social
groups. These powerful groups can be ethnic groups or
socioeconomic groups. Given the distribution of majors
available, these majors were generally associated with
dominant socioeconomic groups such as large corpora-
tions, powerful financial interests, and business groups
in general (e.g., majors in business administration, fi-
nance, marketing).
To assure ourselves that these majors were classified
in a reliable fashion, 11 independent judges familiarwith
the theoretical distinction between HE and HA norms
were given the list of majors and asked to classify them.
Using the intraclass correlation coefficient as the index
of interjudge reliability, these analyses showed a very
high degree of agreement as to how these university
majors were to be classified (i.e., rintraclass = .96).
The complete list of the HE or HAmajors is found in
Table 1. Altogether, 457 students were classified as hav-
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ingHAmajors, and 498 students were classifiedas having
HEmajors. All of those students who had collegemajors
that could be not clearly classified as either HAs or HEs
were then labeled intermediates (n=4,475). Intermediates
consisted of students with the followingmajors: architec-
ture and planning, classics, English, French and Italian,
geography, Germanic languages, government, history,
linguistics, philosophy, psychology, Slavic languages,
Spanish and Portuguese, astronomy, botany, chemistry,
computer sciences, geological sciences, home econom-
ics, marine studies, mathematics, microbiology, physics,
zoology, journalism, radio-television-film, speech com-
munication, curriculum and instruction, educational
administration, educational psychology, physical and
health education, aerospace engineering, chemical en-
gineering, civil engineering, electrical engineering, me-
chanical engineering, petroleum engineering, biomedi-
cal engineering, art, drama, music, law, and library and
information science.
GPA was operationalized by asking the students to
place their cumulative GPAs into one of five categories:
(a) less than 2.00 (n = 175), (b) 2.49 to 2.00 (n = 975),
(c) 2.99 to 2.50 (n = 1,650), (d) 3.49 to 3.00 (n = 1,527),
and (e) 4.00 to 3.50 (n = 1,328). This five-category GPA
scale was then treated as the dependent variable.
Racismwas operationalized by an 11-item racism scale
(see Table 2). The items comprising this scale were
largely inspired by earlier empirical investigations of the
racism construct (see, e.g., Brigham, Woodmansee, &
Cook, 1976; Woodmansee & Cook, 1967). This scale
showed a high level of reliability (Cronbachs α = .90)
and face validity. Despite the fact that the scale was
positively skewed, the scales construct validity was con-
firmed by its statistically significant relationships with
four validity criteria: (a) political conservatism2 (η = .42,
p ≤ .0001); (b) opposition to busing (η = .30, p ≤ .0001);
(c) opposition to affirmative action (η = .24, p ≤ .0001);
and (d) ethnicityshowing, for example, that European
Americans have significantly higher scores than do Afri-
can Americans (η = .20, p ≤ .0001).
RESULTS
Racism by Major
Our first hypothesis concerns the basic assumption
that those classified as having HE majors will have rela-
tively high racism levels, whereas those classified as hav-
ingHAmajors will have relatively low racism scores. This
hypothesis was explored by use of two a priori contrasts
of the racism levels of those in theHE andHAcategories
versus intermediates. If our basic assumption of the
HE/HA distinctions is valid, the HEs should be signifi-
cantly more racist than intermediates, whereas HAs
should be significantly less racist than intermediates.
The results of these analyses confirmed both expecta-
tions. HEs (M = 2.23, SD = 0.68) were found to be
significantly more racist than were intermediates (M =
2.06, SD = 0.68), t(5391) = 5.42, p ≤ .0001, whereas HAs
(M = 1.98, SD = 0.65) were found to be significantly less
racist than intermediates, t (5391) = -2.26, p ≤ .02. These
results are not only consistent with theoretical expecta-
tions but also provide additional empirical validation for
the HE/HA distinction.
TABLE 1: List ofHierarchy-Attenuating (HA) and Hierarchy-Enhanc-
ing (HE) College Majors
HA majors
American studies
Anthropology
Asian studies
Ethnic studies: African and Afro-American
Ethnic studies: Mexican American
Latin American studies
Oriental and African languages
Sociology
Special education
Nursing
Social work
HE majors
Accounting
Advertising
Economics
Finance
General business
Management
Marketing administration
TABLE 2: Items Used in the Racism Scale
Correlation
With
Item M SD Total Scale
1. Racial equality 1.56 0.76 .60
2. A Black president of the United States 2.34 0.97 .71
3. Black neighbors in your neighborhood 2.16 0.93 .66
4. Foreigners 2.47 0.98 .53
5. Interracial dating should be avoideda 2.57 1.25 .63
6. Each ethnic group should stay in its
own placea 1.82 0.89 .66
7. There are too many Blacks on this
campusa 1.74 0.87 .61
8. Increased equality 1.80 0.89 .58
9. White superioritya 1.80 0.99 .64
10. A Black supervisor 2.16 0.87 .60
11. Interracial marriage 2.79 1.20 .63
Total Racism Scale 2.11 0.78 
NOTE: Respondents were asked to rate their feelings toward these
objects, statements, and events on a scale from 1 (very positive) to 5 (very
negative).
a. These items were reverse coded.
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GPA as a Function of Racism and HE/HA Status
Our secondhypothesis concernedwhetheronesGPA
is an interactive function of racism and the HE/HA
distinction on college major. To begin, consistent with a
great deal of previous literature (see Sidanius, 1988;
Sussman & Thompson, 1971; Tabachnick, 1962), we
found that students GPAs tend to be negatively corre-
lated with their levels of racism (η = .13, p < .0001). As
expected, there was no real relationship between the
HE/HA distinction and ones GPA (M = 2.98, SD = 0.46
for HAs vs.M = 3.01, SD = 0.54 for HEs), F(1, 953) = 1.75,
p > .10. Over and above the main effects of both racism
and HE/HA major, our primary interest here is the
interaction between levels of racism and ones HE/HA
placement. In our first examination of this issue, we
performed a two-stage, hierarchical regression analysis
in which themain effects of both theHE/HAdistinction
and racism were entered into the equation. Next, we
entered the HE/HA × Racism product term. The addi-
tion of this product termwas associatedwith a statistically
significant increase in the amount of variance in GPA
that could be accounted for by the model, F(1, 915) =
10.32, p < .001. That the nature of this interaction was
consistent with expectations was confirmed by inspec-
tion of the slopes of GPA regressed on racism amongHE
and HA students. The relationship between racism and
GPA was significantly more negative for students in HA
majors (b = .23) than for students in HE majors (b =
.08). These results show that students inHAmajors had
significantly greater GPAs as they were lower in racism
than students in HE majors.
Although the effect size of this interaction effect
might not seemoverly impressive (r = .102),3 recent work
has convincingly shown that very small effect sizes, in
terms of percentage of variance accounted for, can have
very substantial consequences in the real world (see e.g.,
Abelson, 1985; Eagly, 1996; Martell, Lane, & Emrich,
1996).Todemonstrate the nontrivial natureof this effect
size in meaningful and easily understandable terms, we
constructed a congruency/incongruency distinction by
cross-classifying the students according to whether they
had high or low racism levels (determined by a median
split) and whether they had either HE or HA majors.
Thus, congruents were defined as students having HE
majors with relatively high racism scores or HA majors
with relatively low racism scores. Incongruents, on the
other hand, were students with HE majors with rela-
tively low racism scores or HA majors with relatively
high racism scores. This procedure generated a total of
534 incongruents and 385 congruents. We then cross-
classified the congruent/incongruent distinction by the
students GPAs. As we can see in Table 3, whether there
was good match between the students level of racism
and their HE/HA major made a meaningful and sub-
stantial difference to the likelihood of doing well in
school. For example, among those students doing poorly
in school (i.e., GPA < 2.00), 73.7% had a poor match
between their levels of racism and their area of study
(i.e., incongruents), whereas only 26.3% of these stu-
dents had a good match between racism andmajor (i.e.,
congruents).However, among those students doing rela-
tively well academically, there was a substantially larger
proportion of congruents to incongruents. For example,
among the students with a B+ average or better (i.e., a
GPA between 3.50 and 4.00), only 37.5% were incon-
gruents, whereas fully 62.5% were congruents.
Controlling for Possible Confounds
Our data as well as past research indicate that gender
and race tend to be correlated with both HE/HA do-
main and racism (see, e.g., Pratto et al., 1997; Sidanius,
Pratto, Sinclair, et al., 1996). For example, females tend
to chooseHAmajors more than domales, χ2(1) = 49. 97,
p < .001, and African American and Latino students tend
to major in HA majors more than do European and
Asian American students, χ2(6) = 26.41, p < .001. In
addition, there is also consistent work showing that GPA
and racism are related to factors such as political con-
servatism (see, e.g., Sidanius, 1988; Sidanius et al.,
1991), gender (Ekehammar, 1985), ethnicity (Sidanius
et al., 1991; Steinberg, 1996), and academic rank (Si-
danius et al., 1991). To take account of these possible
confounds, we repeated the two-stage hierarchical re-
gression by including not only the main effects of racism
and theHE/HA distinction but also the covariates of (a)
gender; (b) political conservatism; (c) the students aca-
demic rank (e.g., 1st year, 2nd year, etc.); and (d) ethnic-
ity (dummy-variable coded).4 Because the data con-
tained seven ethnic categories (see categories above),
only six dummy ethnicity vectors were needed toaccount
for the ethnicity factor. The ethnic category other was
used as the ghost or contrast category.
Despite the controls, the results of this second regres-
sion analysis were very much like the first. The addition
of the product term indicated the presence of a statisti-
cally significant interaction between racism and the
TABLE 3: Proportions of Incongruents and Congruents by Level of
Academic Success (GPA)
Incongruents Congruents Total
Academic Success (GPA) (%) (%) (%)
Less than 2.00 73.7 26.3 100
2.00-2.49 55.1 44.9 100
2.50-2.99 36.0 64.0 100
3.00-3.49 42.4 57.6 100
3.50-4.00 37.5 62.5 100
NOTE: GPA = grade point average.
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HE/HA distinction, F(1, 882) = 4.14, p ≤ .05. Although
slightly less dramatic than before, the pattern of these
residual GPA scores were very much the same as without
the controls in that the relationship of racism with GPA
is significantly more negative among students in HA
majors (b = .17) than among students in HE majors
(b = .09). These results indicate that the interaction is
not simply a function of the effects of either gender,
ethnicity, political ideology, or student rank.
USING A STRICTER DEFINITION OF HE AND HA MAJORS
To check that our results were not simply a function
of somearbitrarydecision onourpart tocategorize some
majors as HE majors and others as HA majors, we iden-
tified a subset of the best and purest examples of HE and
HA majors and recomputed the regression analyses us-
ing this new categorization. Specifically, for the HE cate-
gory, we only included those majoring in economics,
accounting, finance, general business, marketing, man-
agement, and advertising. For the HA category, we only
included majors in sociology, special education, and
social work.
Despite the drop in sample size that resulted from this
recategorization, the effects mirrored those of the origi-
nal categorization (and were even a little stronger). The
analysis without controls revealed a significant interac-
tion between levels of racism and the HE/HA-major
distinction, F(1, 753) = 13.67, p < .0002. As before, the
slope of the relationship between racism and GPA was
significantly more negative for students in HA majors
(b = .26) than for students in HE majors (b = .06).
Once again, we further assured ourselves that these
effects were not trivial by performing the same type of
cross-classification of GPA by congruency that is found
in Table 3, and once again, the results also showed the
same pattern as found in Table 3. For example, among
those students with poor grades (i.e., GPA< 2.00), 70.6%
were incongruents, whereas only 29.4% were con-
gruents. In contrast, among those students who were
very academically successful (i.e., GPA3.50 to 4.00), only
39.3% were incongruents, whereas fully 60.7% were
congruents.
Finally, these results held even after including con-
trols for gender, ethnicity, political conservatism, and
students academic rank (e.g., 1st year, 2nd year, etc.),
again revealing an interaction between racism and the
HE/HA-major distinction, F(1, 724 ) = 8.07, p < .005.
Again, the simple slope of racism on GPA was signifi-
cantlymore negative for students inHAmajors (b = .21)
than for students in HE majors (b = .07). As a whole,
these results show that the interaction between levels of
racism and the HE/HA-major distinction in predicting
GPA are not simply a function of an arbitrary distinction
made by us between students majors.
EXPOSURE TO THE UNIVERSITY ENVIRONMENT
According to vocational interest theory (e.g., Hol-
land, 1985), we have reason to suspect that in a given
sector, profession, or academic major, the degree of
match between peoples personalities and general social
attitudes and the social roles they are to play should
increase over time. This may occur for a variety of rea-
sons, such as socialization into the social role or differ-
ential attrition of incongruents from the social role.
Thus, whatever the precise process, we should expect
that the longer people are associated with either HE or
HAsocial environments, the greater the degree ofmatch
or congruence between their levels of racism and their
HE or HA social environments.
If this increasing congruence hypothesis is correct,we
should expect the percentage of congruents to be signifi-
cantly higher among upper-division students (i.e., jun-
iors and seniors) than among lower-division students
(i.e., 1st-year students and sophomores). To examine
this hypothesis, we cross-classified the students by con-
gruency (congruents vs. incongruent) and university
experience (lower division vs. upper division). In this
case, we used an even stricter definition of congruence
and defined congruents as students in HE majors with
relatively high racism scores (i.e., highest one third of
the racism distribution) and HA majors with relatively
low racism scores (i.e., lowest one third of the racism
distribution).5 Incongruents were defined as HE majors
with relatively low racism scores and HA majors with
relatively high racism scores. This procedure generated
a total of 250 incongruents and 387 congruents.
The first step in the examination of this hypothesis
involved a simple cross-classification analysis in which
congruence was crossed with educational tenure (1st-year
to graduate student). The results of this cross-classification
confirmed our expectations. In addition, this tenure
effect was also far from trivial. For example, among
1st-year students, there was a larger proportion of incon-
gruent to congruent students (57.6% vs. 42.4%, respec-
tively), whereas among graduate students, there was
substantially smaller proportion of incongruent to con-
gruent students (35% vs. 65%). These distributional
differences were found to be statistically significant,
χ2(4) = 17.44, p < .002, φ = .17. Figure 1 shows this pattern
in terms of standardized residuals for each congruency-
by-seniority combination.6 Residuals greater than zero
indicate that there are more individuals in the cell than
may be expected, given the null hypothesis. Likewise,
residuals less than zero indicate that there are fewer
individuals in that cell then there should be, given the
null hypothesis. As Figure 1 indicates, in the 1st year,
incongruents are greatly overrepresented (standardized
residual = 2.7), whereas congruents are greatly under-
represented (standardized residual = 2.2). Among
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graduate students, the situation is reversed: Congruents
are overrepresented (standardized residual = 0.5), and
incongruents are underrepresented (standardized re-
sidual = -0.7). As a whole, Figure 1 shows that the prob-
ability that students racial attitudes will be congruent
with their major areas of study increases over time.
To see whether this tendency toward greater congru-
ency held even after controlling for a number of other
possibly confounding factors, we computed a stepwise,
logistic regression analysis. In this analysis, we examined
the probability of being either a congruent or an incon-
gruent as a function of a series of independent variables.
In order of entry into the logistic regression analysis,
these variables were (a) gender, (b) ethnicity, (c) politi-
cal conservatism, (d) the main effect of racism and the
main effect of the HE/HA distinction, (e) GPA, and (f)
educational seniority. The purpose of entering educa-
tional seniority into the equation last was to see if tenure
within the university increased the probability of being
congruent after the effects of the previous variables had
all been considered (see Table 4).
The results of this hierarchical logistic regression
analysis indicated that there were a number of factors
associated with the probability of being a congruent.
These variables included gender (i.e., being male; R =
.05), ethnicity (R = .11), and consistent with the results
presented earlier, GPA (R = .10).7 More to the point,
however, the analysis also showed that even after control-
ling for all previous variables, increasing experience
within the university environment (i.e., student tenure)
was still associated with a higher probability of congru-
ence between ones level of racism and ones area of
academic specialization (R = .07, p ≤ .01).
DISCUSSION
According to SD theory, because HE organizations
will tend to differentially allocate resources to members
of high- and low-status groups (e.g., races, ethnicities,
social classes), we should therefore expect these institu-
tions to be disproportionally staffed by personnel with
relatively high discriminatory attitudes and predisposi-
tions. Likewise, because HA organizations will tend to
produce greater levels of equality between social groups,
one should also expect these organizations to be dispro-
portionately staffed by persons with relatively egalitarian
values. Hollands (1985) vocational choice theory sug-
gests that those whose personalities are congruent with
the general occupational environment will be more sat-
isfied with their jobs and are also more likely to be
rewarded and successful in those jobs. In conjunction,
these theories predict that students whose level of an-
tiegalitarianism (racism) is congruent with the HE/HA
nature of their academic major should be more success-
ful and satisfied than those students whose level of an-
tiegalitarianism is incongruent with the HE/HA nature
of their academic major.
Based on both occupational choice and SD theory, we
tested three hypotheses. First, we expected that if we
regard classical racism as one special case of group-based
antiegalitarianism, then we should find that those with
HE majors should have relatively high levels of racism,
whereas those with HAmajors should have relatively low
levels of racism. Second, because group-based antiegali-
Figure 1 Cross-classification of congruency by educational seniority.
TABLE 4: Logistic Regression Analysis of Congruence Between Ra-
cism andCollegeMajor as a Function ofGender, Ethnicity,
Political Conservatism, Racism, the HE/HA contrast,
GPA, and Educational Tenure
Incremental
χ2 for
Improvement Wald R
Step Independent Variable in Model Fit Statistic Statistic
1. Gender 3.96* 3.92 .05
2. Ethnicity 24.98*** 21.73 .11
3. Political conservatism 0.14  
4. Main effect of racism and main
effect of HE/HA distinction 0.99  
5. GPA 11.07*** 10.84 .10
6. Educational tenure 6.37** 6.34 .07*
NOTE: HE = hierarchy enhancing; HA = hierarchy attenuating; GPA =
grade point average.
*p ≤ .05. **p ≤ .01. ***p ≤ .001.
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tarianism is an important and dynamic factor separating
HE and HA social roles, we also expected that institu-
tional reward should be an interactive function of ones
level of racism and theHE versus HAdistinction of ones
college major. This implies that those students whose
racial ideology is congruent with their domain of study
(HE vs. HA) should receive greater institutional rewards
in the form of higher GPAs than those whose racism is
incongruent with theirHE orHAdomain of study. Third
and finally, due to the effects of self-selection, social role
socialization, and/or differential attrition, we expected
that students who have attended the university longer
should show a higher degree of congruence between
their racial ideologies and the HE/HA nature of their
college majors. Thus, the probability that those with
relatively low racism scores should be found within HA
majors, and those with relatively high racism scores
within HE majors should increase with longer institu-
tional tenure. The empirical results confirmed all three
hypotheses.
Consistent with our first hypothesis, the fact that stu-
dents within HA majors had relatively low racism scores
whereas those with HEmajors had relatively high racism
scores is consistent with a growing body of work gener-
ated by SD theory. SD theorists have recently shown that
those either functioning in or attracted toHE social roles
(e.g., a police officer or business person) possess rela-
tively high levels of SDO and racism, whereas those
functioning in or attracted to HA social roles (social
worker, human rights advocate) have relatively low levels
of social dominance orientation and racism, inde-
pendent of demographic differences such as social class,
gender, age, education, or ethnicity (Pratto et al., 1994;
Sidanius, Pratto, Sinclair, & van Laar, 1996). These re-
sults are also consistent with earlier findings produced
by researchers outside of the SD paradigm showing that
police officers have relatively high levels of racism (see,
e.g., Colman & Gordan, 1982; Fyfe, 1982; Wortley &
Homel, 1995; cf. Cochran, 1974; Hollinger, 1984; Huang&
Singer, 1984).
Consistent with our second hypothesis, not only did
the data presented in this article indicate significant
differences in racism levels between HE and HAmajors,
but they also provided evidence for an interaction be-
tween level of racism and the HE/HA distinction, such
that students in majors that are congruent with their
racial attitudes tend to receive better grades than stu-
dents in majors that are incongruent with their racial
attitudes. Moreover, we found that even though the
interaction between racism and the HE/HA distinction
accounted for a relatively small amount of variance in
GPA consistent with other recent explorations of the
effect size issue (Abelson, 1985; Eagly, 1996; Martell et al.,
1996), when the data are framed in a manner that is
easily comprehended and in everyday terms, this inter-
action between racism and HE/HA categorization was
found to be far from trivial. In particular, additional
analyses showed that a substantially higher proportion
of those receiving poor grades were likely to be incon-
gruents rather than congruents. Furthermore, use of
multiple regression analysis showed that this interaction
between racism and the HE/HA distinction remained
significant even after controlling for a number of other
possible confounding variables such as gender, ethnicity,
political conservatism, student rank, and of course, the
main effects of both racism and the HE/HA distinction.
In addressing our third hypothesis, we showed that
the degree of ideological/social role congruence was
higher among students with longer tenure at the univer-
sity. Use of hierarchical logistic regression analysis re-
vealed that this trend held even after controlling for a
number of possible confounds such as gender, ethnicity,
political conservatism, GPA, and the main effects of
racism and the HE/HA distinction. Once again, al-
though there has been some evidence consistent with
this general thesis among police officers in the field
(Carlson & Sutton, 1974), as far as we know, this thesis
has never been empirically tested before within popula-
tions as young as university students and never with
respect to the congruence between racism and the gen-
eral HE/HA distinction.
In reviewing our findings, it is also important that we
be clear about what we are not saying. Namely, we are
not implying that racists get higher grades than nonra-
cists in HE majors. Rather, we are saying that net of the
main effects of racism, the HE/HA distinction, and
several other factors, those whose racial attitudes are
congruent with their college majors tend to receive
higher grades than those whose racial attitudes are in-
congruent with their college majors. We are also not
saying that students in HE majors necessarily become
more racist over time. Instead, consistent with much
other research, our findings disclose that GPA tended to
be negatively correlated with racism scores for all stu-
dents in all majors and that racism scores tended to
decrease with increasing educational sophistication
(Kutner, 1951; Kutner & Gordan, 1964; Sidanius, 1988;
Sidanius et al., 1991; Sussman & Thompson, 1971;
Tabachnick, 1962; see also Nilsson, Ekehammar, & Si-
danius, 1987). However, we did find that net of all other
factors we could examine, students with greater expo-
sure to the university environment were more likely to
have racial attitudes that were congruent with the
HE/HA nature of their educational majors. Finally, al-
though the interaction between the HE/HA distinction
and racism is clearly associated with academic success,
even net of obvious demographic factors the correla-
tional nature of these data clearly do not allow us to
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conclude that the specific interaction between the
HE/HA distinction and racism is the causative agent
affecting ones level of academic success.Coming to such
a causative conclusion would entail the ability to directly
and experimentally manipulate the level of racism, an-
tiegalitarianism, or SDO, which is a situation that would
be very difficultif not impossibleto achieve.
Therefore, although we must remain cautious as to
what the causal structure of these relationships is, this
type of interaction between the HE/HA nature of ones
racial ideology and the HE/HA nature of ones area of
specialization is clearly consistent with and derivable
from SD theory and vocational choice theory. Further-
more, to our knowledge, this is the first time this specific
question has been empirically explored. It is also inter-
esting to note that whereas vocational choice theorists
donot recognize or distinguish betweenHEorHAsocial
roles, if one accepts this SD theory distinction as valid,
then the results foundherewould be perfectly consistent
with the overall nature of vocational choice theory. This
is to say, if incumbents ofHE social roles tend to discrimi-
nate against members of subordinate groups, and those
in HA social roles tend to resist discrimination against
subordinate groups, then we should not only expect
incumbents of HE and HA roles to have significantly
different levels of antiegalitarian ideologies, but we
should also expect that those incumbents whose egalitar-
ian ideologies are congruent with the social roles they
are toperformwill bemore successful in these roles than
those whose egalitarian ideologies are not congruent
with these roles. Therefore, these data are consistent
with and extend earlier findings concerning the inter-
face between career choice and ideology (see Holland,
1966; Pratto et al., 1994, 1997; Sidanius et al. 1991;
Sidanius, Pratto, Sinclair, et al., 1996).
Relatively high antiegalitarianism in HE organiza-
tions as compared to HA organizations is likely to have
profound effects on levels of group discrimination. Sup-
port for this can be found in the results of recent field
experiments on discrimination. Use of situation and
correspondence testing with equally qualified and
matched job applicants has disclosed a consistent and
rather substantial level of racial and ethnic discrimina-
tion in countries such as the United States, the Federal
Republic of Germany, Great Britain, the Netherlands,
Spain, and Canada. The results of these field experi-
ments show that, everything else being equal, White and
majority group job applicants receive as many as 4 times
the number of job offers as equally qualified Blacks,
Hispanics, and applicants from other ethnic minorities
(Bovenkerk, Gras, & Ramsoedh, 1994; Fix & Bean, 1990;
Fix & Struyk, 1993; Goldberg, Mourinho, & Kulke, 1996;
Turner, Fix, & Struyk, 1991; see also Zegers de Beijl,
1996). Most pertinently, however, the data show that the
rate of job discrimination is between 2 and 6 times
greater within the private sector than within the public
sector (Bovenkerk et al., 1994; Goldberg et al., 1996).
Because HE roles tend to be found in the private sector
and HA roles tend to be located in the public sector, our
findings suggest that these differences in discrimination
rates between the public and private sector may be due
in part to the HE/HA orientation of the incumbents of
these roles.
Although the fact that the increasing congruence
between racial attitudes and university major as a func-
tion of increasing exposure to the university environ-
ment seems quite clear andconsistent with the reasoning
of both vocational choice and SD theories, the exact
psychosocial processes producing these results are far
from clear. As mentioned in the introduction, there are
at least four nonmutually exclusive processes that might
help drive this phenomenon: self-selection, institutional
selection, institutional socialization, and differential at-
trition processes. As also mentioned before, previous
empirical research has found relatively unambiguous
support for at least three of these possible four mecha-
nisms. However, thus far, there has been no direct or
indirect evidence showing that increased congruence
between group-based antiegalitarianism (e.g., racism,
SDO) and HE/HA roles is a function of differential
attrition effects. The evidence before us here is certainly
consistent with a differential attrition hypothesis. Specifi-
cally, we find that there are fewer incongruents present
later in college than earlier in college. However, because
the study before us used a cross-sectional rather than a
longitudinal design, we are not able to conclude deci-
sively if any attrition mechanisms are operative. Indeed,
it is possible that increased congruence later in college
is a function of institutional socialization or self-selection
rather than attrition. As there is little, if any, institutional
selection operative in the choice of students major
subject, such an explanation probably could not account
for the results we find here. However, such institutional
selection is very likely to play a role in the establishment
of congruency in domains other than students majors,
such as career choice. As matters stand now, we have no
reason to rule out any of these basic processes, and we
would not be surprised if all fourmechanisms play some
role. To get a firmer grip on these processes, we are now
in the early stages of a 4-year longitudinal study examin-
ing changes in intergroup attitudes as a function of
continued exposure to the university environment.
Although we have examined correlates of the congru-
ence between racial ideology and HE/HA domain
choice while controlling for a number of other factors
such as gender, ethnicity, and political ideology, some
might argue that other possible confounding variables
should be considered as well. Among these other vari-
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ablesmight be factors such as authoritarianism(Adorno,
Frenkel-Brunswik, Levinson, & Sanford, 1950; see also
Altemeyer, 1996). Although the authoritarianism hy-
pothesis is certainly plausible, research by Leitner and
Sedlacek (1976) suggests that authoritarianism cannot
account for the findings before us. Specifically, Leitner
and Sedlacek administered a battery of personality and
attitudes measures to 52 campus police officers in an
effort to explore the factors associated with success in a
police career. The officers success was determined by
nine criteria, including tenure, number of commenda-
tions and reprimands, least absenteeism, performance
ratings by supervisors, paired comparison peer ratings,
and self and immediate-supervisor ratings. Among the
factors possibly associated with this success, Leitner and
Sedlacek included two well-known measures of authori-
tarianism (i.e., the Rokeach Dogmatism Scale and the
California F Scale) as well as theCalifornia Psychological
Inventory and a measure of racial prejudice. The results
of multiple regression analysis showed that, even after
controlling for the two authoritarianism measures, ra-
cism was still found to make an independent contribu-
tion to the success of officers within a police career. Net
of the other factors, including authoritarianism, the
higher the police officers racism scores, the more suc-
cessful they were judged to be.
Although we were unable to statistically control for
authoritarianism in our analyses, we were able to control
for political conservatism. Despite this control, our re-
sults continued to show an independent effect of racism.
The independent contributions of racism and SDO to
career choice, net of other social attitudes such as politi-
cal conservatism or social conservatism, have also been
documented in a study of public defenders (i.e., HAs)
andpolice officers (i.e., HEs) in LosAngeles County (see
Sidanius, Liu, et al., 1994). In that study, Sidanius and
his colleagues used multiple discriminant analysis to
explore the number and nature of those social attitudes
that were best able to discriminate between public de-
fenders (HAs) and police officers (HEs). The attitude
dimensions used were (a) political conservatism, (b)
punitiveness, (c) caste-maintenance orientation (i.e.,
opposition to interracial marriage), (d) social conserva-
tism (e.g., support for increased aid to the poor), (e)
racism, and (f) SDO. The results showed that even after
controlling for all of the standard demographic factors
(i.e., age, gender, ethnicity, education, social class) and
the other discriminating social attitudes such as political
and social conservatism, the social attitudes making the
strongest independent contributions to the differentia-
tion between HAs (i.e., public defenders) and HEs (i.e.,
police officers) were the dimensions of racism and SDO.
Taken together, these findings suggest that the dimen-
sions of racism and SDO indeed make important and
independent contributions to both career choice and
career success in HA and HE domains over and above
the effects of other potentially relevant dimensions.
In conclusion, these data are important because (a)
they support the growing evidence showing a correspon-
dence between basic antiegalitarian values and domain
of career specialization, (b) they provide the first con-
crete and somewhat nonintuitive evidence showing the
association between academic success and the congru-
ence between ones antiegalitarian values (i.e., racism)
and HE/HA academic specialization, and (c) they pro-
vide the first concrete evidence demonstrating a rela-
tionship between the amount of exposure to an institu-
tional environment and increasing congruence between
racial ideology and HE/HA domain choice. Further-
more, these results are of theoretical interest in that they
are quite consistent with and derivable from the com-
bined assumptions of vocational choice and social domi-
nance theories. Further research is clearly needed to
unravel the precise mediational mechanisms producing
both higher grades among congruents and the correla-
tion between congruency and institutional incumbency.
NOTES
1. Social dominance orientation (SDO) is defined as a very gener-
alized support for group-based inequality and dominance. Although
related to interpersonal dominance, political conservatism, racism,
and authoritarianism, SDO is both conceptually and empirically distin-
guishable from these constructs (see Pratto, Sidanius, Stallworth, &
Malle, 1994).
2. Political conservatism was measured by a single item asking
respondents to classify their political beliefs as either (a) very liberal,
(b) liberal, (c) middle of the road, (d) conservative, or (e) very
conservative.
3. This r coefficient is simply the square root of the percentage of
extra variance accounted for, over and above themain effects of racism
and the HE/HA distinction.
4. Unfortunately, this secondary data set did not contain informa-
tion regarding the students social class. However, given the specific
nature of the sample and the dependent variables under study, we do
not feel that this is amajor problem.Not only does our experience with
this student body indicate that the students are overwhelminglymiddle
and upper class, but a consistent body of research has also shown that
race and not social class is the dominant factor associated with aca-
demic success (see Steinberg, 1996).
5. The following analyses were also conducted with a median split
on racism such that high racism scores were defined as those above the
median and low racism scores were defined as those below themedian.
Although the trends were in the expected direction, the findings were
marginally significant. In an effort to get a purer measure of this
construct, we used the top and bottom third of the racism distribution.
6. The standardized residual provides a readily interpretable
index of the degree to which the observed frequency in a cell deviates
from the expected frequency for that cell. The standardized residual
is given as
zp =
x − µ
√µ
in which x is the observed frequency for a cell and µ is the expected
frequency for that cell. For large N, zp is approximately normally
distributed (see Wickens, 1989, pp. 134-137).
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7. Note that in logistic regression analysis, the R coefficient can be
interpreted as a multiple partial correlation coefficient indicating that
as the independent variable increases in value, so does the likelihood
of the event occurring. In this case, the event is defined as being a
congruent.
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